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ABSTRACT 


Aim: To find out employees’ view at work place their carrier growth and management practice. 

Methodology: Sample size is 50 to carry out research. Sampling method is random sampling. The work was done on Microsoft 
word and graphical charts etc. are prepared for better understanding. 

Results: The data collection is done through survey method. The Questionnaire were given to the employees based on their 
feedback, the surveys measure the internal environment, or in general how people view their work, and the workplace. The types 
of issues covered in an environment survey are; work satisfaction, rewards and recognition from organization. Management 
practices its leadership and opportunities given by employer to employee, the positive impact of employee training increases the 
productivity and growth new policies has significant effect on Productivity growth. 

Conclusion: This study examined to show the effectiveness of management practice and how the organization environment 
affects the behavior of the employees. The study is carried out by taking feedback from employees who have gone through the 
training programme. It is clear in the study that the training programme in the organization is good but yet step can be taken 
in order to make the training programme much more effective and to get a positive output from the employees. The study also 
shows that performance of employees depends upon the training they received for the job and at the same time on job behavior 
of the employees is also affected by the training programme, i.e. if the employees is trained well about his job, he/she is confident 
about his/her work will that reflect in the performance of the employees.. 
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INTRODUCTION 

It is very difficult to justify the training of employee in Or¬ 
ganization; there are times when organization has to give 
good reason for expenditure on training and rewards for em¬ 
ployees at the same time the organization also face financial 
difficulties to continue these Program, the objective of or¬ 
ganization is to improve the performance of employee and 
also to identify the key areas which are hindering production, 
reducing effectiveness and which might generate unexpected 
costs. 

The idea behind this not to simply perform an academic ex¬ 
ercise (training) every year, but to generate higher level of 


performance for the Organization, once opportunities are 
identified to reinforce approaches and also select appropriate 
interference for addressing the weak areas, which should be 
aggressively pursued for the maximum benefit of everyone. 

Management has to include facilities like health, safety and 
waste management. The organization has to arrange pro¬ 
grammes on health issues such as free medical Check-up, 
other than this the organization also has to arrange pro¬ 
grammes on safety related topics with the help of trainers 
in the field. The organization continues to focus on main¬ 
tenance and performance improvement of related pollution 
control facilities like treatment plant and waste disposal 
facility at its manufacturing locations. Enterprise has to en- 
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sured eco-friendly disposal of waste at the designated dis¬ 
posal site in addition; the organization has complied with the 
environmental norms. 

Organization’s value proposition is based on customers, 
through innovation and by consistently improving efficiency. 
With a view to create there source bandwidth for the future 
organization initiated various measures such as investing in 
new skills, technologies, business models and training pro¬ 
grammes for key technology areas. Growth in the organi¬ 
zation extends beyond just numbers and includes personal 
growth for each individual of the organization. Organization 
continued its focus in creating an aesthetic, environment- 
friendly industrial habitat in its factory units, mobilizing 
support and generating interest among staffing and labor for 
maintaining hygienic and green surroundings. 

Good human resource management plays a key role in com¬ 
pany performance. The employee relations during the year 
have remained cordial and satisfactory. Attracting and retain¬ 
ing dedicated and skilled human resource, off erring them a 
conducive work environment and excellent career develop¬ 
ment opportunities are currently prime HR priorities. 


MATERIALS AND METHODS: 

For this study Descriptive research design has been adopted. 

Objective of Study 

• Analysis of how employee view their work and work 
place 

• To study of management practices 

• To study how to maintain co-operation in company 

• To know the carrier growth and opportunity in com¬ 
pany for employee 

Data Collection: 

• Primary data is collected through survey. 

• Secondary data is collected from internet, annual re¬ 
port of the company, magazine, and newspaper. 

Types of Questions for This Project: - Open 
ended questions are used in this project. 

Sampling plan: 

The selection of respondents were accordingly to be in a 
right place at a right time and so the sampling were quite 
easy to measure, evaluate and co-operative. The sampling 
method that attempts to obtain is Random Sampling. 

Sample size 

It is the basic unit of the population to be sampled here the 
sample size of 50 respondents are taken for carrying out re¬ 
search. 


Plan analysis 

To minimize manual work of calculation, the work was done 
on Microsoft word and graphical charts etc. are prepared for 
better understanding. 

Limitation of the Study: 

• The study was conducted and confined to the Jaipur 
region only. 

• Limited time period and sample size due to monitory 
restriction is another limitation of study 

• There was always a hidden fear of management to the 
employee that was depriving employee of giving the 
correct responses. 

• Sincere efforts is made to remove this fear but still 
it is difficult to read a human mind and the thoughts 
regarding the questions asked is another limitation. 


RESULTS 

From the Environmental Survey it was observed that the 
employee agrees with the statement that training facilities 
will improve the performance of organization in today’s 
competitive world. Co-operation with co-workers and sub¬ 
ordinates is very necessary to work in an organization and 
it was seen that in most of the organizations subordinate’s 
support is important. After training team work within mills 
is of high-quality. Growth career opportunities are good for 
all the employees in the organizations, job profile given to 
the employees was up to the mark all employee said that 
they were satisfied with their job profile. 

Welfare facilities are also necessary for organization more 
than 50% employee satisfies with the welfare facility of or¬ 
ganization. One of the question asked from the employees 
that how do you rate working culture and working environ¬ 
ment of organization it was observed that about 40% of re¬ 
spondents say that working is good and 16% employees say 
that working culture is excellent as give feedback in favors 
of Organizations shown in bar chart: 



Everage Very good Good Average Below average 
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WORKING CULTURE and WORKING ENVIRON¬ 
MENT OF ORGANIZATION 

The second question asked from the employee is what kind 
of co-operation you are getting from your co-workers and 
superior about 38% rated well and 6% rated excellent and 
another 8% says that it is average which shows that there is 
positive co-operation from co-workers and superior 




HOW DO YOU RATE TEAM WORK 

Organization should provide more challenging task and op¬ 
portunities for the enhancement and sharpening the skills 
utilization of employees. For that the organizations have to 
provide training both in-house and out-house. The question 
which is asked from the staff is how do rate the quality of 
training, 24% of employee says it is good and only 10% of 
employees disagree with statement as shown in this chart. 


CO-OPERATION YOU ARE GETTING FROM YOUR 
CO-WORKERS AND SUPERIOR 

Organization should provide behavioral training to the em¬ 
ployees for the mutual understanding and better team work. 
There is a need for better learning environment and for the 
future growth and advancement of employees. The next 
question which is asked is are you getting an opportunity 
to enhance your skill the opportunities are good for all the 
employees in the organization which is clearly visible from 
the graph about 22% people say that they get an opportunity 
to enhance their skill it assumes that organization spent their 
money and time for employees. 



OPPORTUNITY TO ENHANCE SKILLS 

The employees reply on the question how do you rate team 
work and atmosphere of organization 28 % respondents said 
it is very good. 
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EXCELLENT VERY GOOD GOOD AVERAGE BELOW AVERAGE 


QUALITY OF TRAINING PROVIDED 

Employees of the respective organization find that they have 
future prospects and growth in their own organization the 
question asked from them is are you satisfied with prospects 
and career growth 40% say Yes to the statement and only 9% 
say no. 



YES, 41 














NO, 9 










YES NO 


SATISFIED WITH PROSPECTS AND CAREER 
GROWTH 

Organization needs to provide the effective reward 
and reorganization systems for the motivation of 
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employees and to improve their performance. The 
recognition system been carried out by Organiza¬ 
tion is very successful and majority of people said 
they are satisfied with it about 48% say yes to the 
statement. 



REWARD AND REORGANIZATION 

Job Profile is important factor to retain the employee and to 
improve the performance of organization the question which 
is asked from the employee is are you satisfied with the Job 
Profile, all respondents said that they were satisfied with 
their job profile. 



JOB PROFILE 

The success of any organization depends upon different im¬ 
pact factors that affect the organization performance and em¬ 
ployee. Management can play important role in achieving 
high-quality service and Product. The study is an attempt to 
analyze the importance of management practices on job sat¬ 
isfaction of employees. This model identified that employee 
Training, Performance Appraisal, Team Work and rewards 
has significant importance to satisfy employee especially in 
Indian scenario where appraisal and retention policy of any 
Organization works well. 


DISCUSSION 

In order to examine the relationship between the Manage¬ 
ment Practices, employee training and its impact on Or¬ 
ganization the management and workers are investigated in 
several studies in different time and periods. Several studies 
demonstrated that the Practice of management and training 


of workers is the key for employee retention and perfor¬ 
mance. 

This study attempt to assess that Organization is successful 
because of the quality of work employees perform. When 
employees are cared for, and the right environment is created 
where there are no barriers to performance, their true value to 
the organization can be fully realized. Lamba and Choudhary 
(2013) revealed that how HRM practices provide an edge to 
employee’s commitment towards an organization goal in the 
global competitive market. The study concluded that HRM 
practices such as training and development, compensation 
and welfare activities has significant effect on organizational 
commitment and are associated with superior organizational 
performance, which help in retention of knowledgeable and 
skilled employees. Human resource incentives such as train¬ 
ing, employment security, high relative pay, and practices 
that build trust are likely to induce employee attachment and 
commitment. 

Good management practice includes employee views about 
how they see the business and their involvement in the busi¬ 
ness. According to (Heskett, J. L. (2002) Labor costs are 
minimized through low investment in selection, training, 
participation, and compensation. Information technology is 
used primarily to automate tasks and electronically monitor 
performance. However, customer satisfaction and loyalty are 
likely to suffer because employees have little discretion to 
meet customer needs. Customization is a good thing: this 
survey allows modifications to fit each unique organization. 

Necessary actions to help organizations start performing 
customer service better. Hussain and Rehman (2013) exam¬ 
ined the relationship between the Human resource practices 
implemented by the organization on employee’s intention 
to stay and work effectively for the organization. The result 
of the study explored that HRM practices viz-a-viz: person- 
organization fit, employment security, communication and 
training and development are contributing strongly in de¬ 
veloping the employees’ intentions to stay with organiza¬ 
tion. Further, strong positive inter-relationships were found 
between HRM practices and employees’ retention and such 
practices enhances employees’ retain ability of organiza¬ 
tions. 

As with the work of Black, S. E., and Lynch, L. M. (2001), 
have shown that different dimensions of training can have 
different impacts. While they and others, looked at the dis¬ 
tinction between on-the-job and off-the job training, the re¬ 
sults here show that the crucial distinction in training types 
when assessing impacts on productivity growth may be that 
of general versus specific. As we argued above, employ¬ 
ees are not mechanical black-boxes into whom training is 
injected. Rather they are rational players who must choose 
the amount of energy they will devote to turning the training 
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they receive into additions to their human capital. Training 
which increases an individuaTs wage with both the existing 
employer and potential employers provides greater incen¬ 
tives for effort than training which only increases wages with 
the existing employer. 

Organization initiated various measures such as investing in 
new skills, technologies, business models and training pro¬ 
gram for key technology areas. Growth in the organization 
extends beyond just numbers and includes personal growth 
for each individual of the enterprise, growth for customers 
and growth of our relationships and partnerships. 


CONCLUSION 

This survey concludes by expressing views about the im¬ 
portance of organization environment. The effectiveness of 
research depends on its continuous monitoring, evaluation 
and experience of employee. Monitoring and evaluation 
must be made available to those who are involved in this 
process so that they can take the necessary action to improve 
organization environment. Employee-Employee relation¬ 
ship, Management-Employee relationship, Welfare Policy, 
Industrial Relation Policies can improve with appropriate 
Management Practice and appropriate employee education. 
Experience of employee play very important role because it 
gives tremendous learning experience with training if we get 
help from experience/ renowned person in the field, it gives 
tantamount lift to the employee performance and organiza¬ 
tion environment. 
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